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Leaders play a pivotal role in the functioning of the teams they lead. 
How they interact with and treat their subordinates determines in large part 
the social nature of the team’s work environment. One reason for this is 
that the interactions between leaders and their subordinates can trickle-
down (Mawritz et al., 2012; Mayer et al., 2009), thereby influencing the 
interactions that subordinates have with one another. These types of social 
dynamics within work teams are of major consequence for organizations 
because they can predict the extent to which an organization’s employees 
are motivated to engage in desirable and productive behaviors (e.g. 
helping) (Newman et al., 2017; Walumbwa et al., 2010), as well as 
undesirable and costly behaviors (e.g. social undermining, turnover) (Harris 
et al., 2013; Mitchell et al., 2015). The aim of this dissertation is to both 
examine and account for the multifaceted, and at times paradoxical, 
consequences that leaders’ interactions with their subordinates can have on 
individual team members, as well as the team’s overall work environment. 
 Leaders have more positive relationships with some subordinates 
and less positive relationships with others (Graen, 1976). This is due to the 
limited nature of a leader’s resources, both socioemotional (e.g. time, 
emotional support) and tangible (e.g. high-profile projects, funding) 
(Erdogan & Bauer, 2013; Graen & Uhl-Bien, 1995). The interactions 
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between a leader and a single subordinate, however, do not occur in a 
vacuum. Subordinates can be acutely aware of how both they and their 
coworkers are treated as a result of the public nature of the leader’s 
treatment or on account of coworkers’ communication exchanges following 
the interaction (Decoster et al., 2013; Harris et al., 2013). Thus, a leader’s 
interactions with a single subordinate can elicit an array of emotions in the 
subordinate with whom the leader interacts (Matta & Van Dyne, 2018; Oh 
& Farh, 2017), as well as other subordinates who observe, or hear about, 
the interaction (Mitchell et al., 2015; Skarlicki & Kulik, 2004). Emotions, 
in turn, motivate specific behavioral actions (Frijda, 1986; Smith & 
Lazarus, 1990). Via emotional mechanisms, subordinates’ perceptions of 
their own, or their coworkers’, interactions with the team leader can result 
in a similarly diverse array of behaviors and behavioral intentions (Matta & 
Van Dyne, 2018; Oh & Farh, 2017).  
This dissertation sheds light on the diverse emotional reactions 
subordinates experience as a result of their, or their coworkers’, perceived 
leader treatment and the array of behaviors or behavioral intentions they 
subsequently report. The first sections of this dissertation (Chapters 2 & 3) 
will focus on social comparisons of leader treatment, that is, how 
employees react when they perceive themselves as receiving leader 
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treatment that is better or worse than the leader treatment received by their 
coworkers. In a later section of this dissertation (Chapter 4), the focus of 
investigation will turn to understanding how, and why, employees may 
react positively after observing a fellow coworker being mistreated by an 
abusive leader. 
As social beings, humans are motivated to interact with their peers 
(Fiske, 2019). This interaction provides ample opportunity for individuals 
to compare themselves with others; they are driven to do this for various 
reasons. One reason is that social comparisons can provide information 
regarding an individuals’ status when objective information is unavailable 
(Festinger, 1954). Status, “the amount of respect, influence, and 
prominence each member enjoys in the eyes of others” (Anderson et al., 
2001, p. 116), is of fundamental importance to individuals (Anderson et al., 
2015). By engaging in social comparisons, individuals can gain a better 
understanding of where they stand relative to others. In fact, people make 
social comparisons on a daily basis (Spence et al., 2011; Wheeler & 
Miyake, 1992) and these comparisons have been found to make up 7% of 
people’s thinking (Summerville & Roese, 2008). This is, in part, because 
social comparisons with others can be automatic (Bocage-Barthélémy et al., 
2018) and even unconscious (Mussweiler et al., 2004).  
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Broadly speaking, social comparisons can be categorized as either 
upward or downward in nature (Suls et al., 2002). Whereas upward social 
comparisons are comparisons people make with others who they perceive 
as having more resources (e.g. supervisor support), downward social 
comparisons involve comparisons with those who they perceive as having 
less resources (Åberg Yngwe et al., 2003). Although social comparisons 
can motivate employees to demonstrate positive, prosocial behavior 
(Shipley, 2008), they may similarly (and, as we will see in Chapter 3, 
simultaneously) encourage negative, aggressive behavior towards their 
coworkers (Duffy et al., 2006). An increased understanding of social 
comparisons among employees in organizations is, therefore, of high 
practical importance (Greenberg et al., 2007). 
Individuals compare themselves with proximate others whom they 
perceive as being similar to themselves (Festinger, 1954; Shah, 1998). In 
organizations, these proximate others can be one’s coworkers (Greenberg et 
al., 2007) as team members often share the same supervisor(s), abilities and 
qualifications (Hu & Liden, 2013). Employees compete and cooperate with 
their coworkers in an effort to attain and maintain high status in the 
organization’s hierarchy (Hogan, 1996; Hogan et al., 1985), along with its 
associated benefits (e.g. career opportunities). Although some work-related 
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measures indicative of status can be quantified objectively (e.g. education 
level, organizational tenure), others lack objective standards. Leader 
treatment is one such indicator of status within a group (Tyler, 1989) which 
lacks objective standards (Folger & Cropanzano, 1998). Thus, employees 
are driven to socially compare their perceived leader treatment with that of 
their coworkers in order to gain a better understanding of their leader 
treatment (i.e. status) in their workgroup (Thau et al., 2013; Vidyarthi et al., 
2010).  
A plethora of previous studies have demonstrated the potential 
advantages offered to both the organization and its workforce when 
employees perceive themselves as receiving better leader treatment in 
comparison to their coworkers. For the focal employees making these 
comparisons, these advantages include increased self-esteem, creativity and 
job satisfaction (Liao et al., 2010; Park et al., 2017; Thau et al., 2013). For 
their organizations, advantages can include the employee’s increased 
organizational commitment, organizational citizenship behavior (OCB) and 
job performance (Lee et al., 2019; Thau et al., 2013; Vidyarthi et al., 2010). 
However, despite the positive effects associated with these downward 
social comparisons, such comparisons can also result in negative 
consequences for both the individual making them (Exline & Lobel, 1999) 
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as well as their organization (Matta & Van Dyne, 2018). These negative 
consequences and the emotions associated with them will be examined in 
Chapters 2 and 3. 
As already mentioned, the interactions that leaders have with 
individual subordinates can also affect other team members. This type of 
ripple effect is especially consequential in incidents involving abusive 
supervision, that is, supervisors’ “sustained display of hostile verbal and 
nonverbal behaviors, excluding physical contact” (Tepper, 2000, p. 178). 
This is because abusive supervision is associated with predominantly 
negative outcomes for the victim, observers of the abuse and the 
organization as a whole (Mackey et al., 2017; Martinko et al., 2013; 
Tepper, 2007). For example, observing a fellow coworker being victimized 
by the team leader can result in negative emotional experiences for the 
observing employee (e.g. feelings of anger) and negative outcomes for the 
organization (e.g. supervisor-directed deviance) (Harris et al., 2013; 
Mitchell et al., 2015; Peng & Schaubroeck, 2013). However, although 
observers may consider it just to penalize perpetrators (Bies & Tripp, 2001; 
Folger, 2001; Rupp & Bell, 2010), intentionally doing harm to a perpetrator 
transgresses the same moral mandate transgressed by the perpetrator, which 
is, that, based on their humanity, everyone should be treated with self-
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regard and dignity (Rawls, 1971). In Chapter 4, the observer’s perspective 
of a victimized coworker’s reaction to abusive supervision will be explored. 
Specifically, the conditions in which observers may experience positive 
emotions following the abusive supervision of a coworker and, in turn, act 
on these emotions with prosocial behavior, will be discussed. 
In sum, Chapters 2 and 3 highlight the layers of complexity 
underlying social comparisons in the organizational context by accounting 
for the positive and negative consequences of social comparisons among 
coworkers. In doing so, this work offers clarity to previous scientific 
findings that had been considered mixed or unexpected. Chapter 4, on the 
other hand, focuses on employees who observe the leader’s abuse of a 
fellow coworker, revealing the potential for victimized coworkers to inspire 
observers through their actions. Among the topics presented in the 
following chapters, we will illustrate why favorable upward social 
comparisons can cause concerns of social exclusion and shame, why 
employees can be motivated to simultaneously help and hinder their 
coworkers, and why employees who observe abusive supervision of a 
coworker can be motivated by the victimized coworker to help the abusive 
supervisor. This dissertation, thereby, offers insight into the good, the bad 




 The following 3 chapters explore diverse emotional and behavioral 
outcomes resulting from leader-subordinate interactions in the workplace. 
Each of these chapters was written as an independent empirical research 
paper. These chapters are the result of close collaboration with my 
supervisors Christian Tröster and Steffen R. Giessner and, for this reason, I 
use the term “we” throughout this dissertation to highlight their 
involvement in this work.  
 In Chapter 2, we examine the undesirable effects that can result 
when employees perceive themselves as receiving more or less abusive 
supervision relative to their coworkers. Receiving less respect from the 
leader (e.g. more abusive supervision) than one’s coworkers signals that the 
focal employee has low status in their work group (Smith et al., 1998) and 
can result in negative treatment of the focal employee by coworkers 
(Mitchell et al., 2015). At the same time, however, individuals who fair 
better than others (e.g. by receiving less abusive supervision) can also 
experience social exclusion concerns (Exline & Lobel, 1999) as they can be 
the target of others’ envy (Feather, 1994). We, therefore, hypothesize that 
focal employees who receive less, or more, abusive supervision relative to 
their coworkers will experience concerns of social exclusion. Social 
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exclusion represents a threat to one’s social accceptance and elicits feelings 
of shame (Gilbert, 2007). Shame, in turn, motivates withdrawal behavior, 
reducing social conflict by removing the individual from the socially-
threatening situation (Dickerson et al., 2004; Kemeny et al., 2004). We, 
therefore, reason that concerns of social exclusion elicit shame in focal 
employees, driving their intentions to leave the organization (i.e. turnover). 
We test our theoretical model in one field study and two experiments. 
In Chapter 3, we investigate whether employees who perceive 
themselves as having a better relationship with their leader compared to 
their coworkers engage in more social undermining. Whereas much 
research has focused on the idea that being treated better by a leader 
compared to one’s coworkers motivates prosocial behavior (i.e. OCB) (Abu 
Bakar & Connaughton, 2019; Henderson et al., 2008; Hu & Liden, 2013; 
Vidyarthi et al., 2010), the notion that these same individuals may be 
motivated by their perceived leader treatment to engage in aggressive, self-
interested behavior has been ignored. Drawing on the dual-facetted nature 
of pride (Tracy & Robins, 2007a, 2007b), we reason that high LMXSC (i.e. 
the perception of having a better relationship with one’s leader relative to 
the relationships fellow coworkers have with the leader) elicits both 
hubristic pride (i.e. feelings of superiority) and authentic pride (i.e. feelings 
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of accomplishment) because better leader treatment relative to others is 
associated with higher group status (Tyler, 1989; Tyler & Blader, 2002). 
Hubristic pride, in turn, motivates aggressive displays of dominance 
towards others (e.g. social undermining) as a means of gaining and 
maintaining deference from others (Cheng et al., 2013). Authentic pride, on 
the other hand, motivates prosocial, group-oriented behavior (e.g. OCB) as 
a means of earning others’ respect (Cheng et al., 2013). In sum, we 
hypothesize that high LMXSC triggers both social undermining via 
hubristic pride as well as coworker-directed OCB via authentic pride. We 
test our theoretical model in one experiment and two field studies. 
In Chapter 4, we explore the emotions felt, and behaviors 
demonstrated, by employees observing a victimized coworker resist (i.e. 
stand up to) an abusive supervisor. Although abusive supervision can anger 
observers and motivate their supervisor-directed deviance (Chen & Liu, 
2019; Mitchell et al., 2015), purposely harming a perpetrator violates the 
moral mandate that all individuals should be treated with dignity and self-
regard (Rawls, 1971). Observers may, therefore, alternatively, be driven to 
act morally and pro-socially following immoral incidents (Radzik, 2010). 
Drawing on the moral elevation literature (Pohling & Diessner, 2016; 
Thomson & Siegel, 2017), we propose that observers experience feelings of 
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moral elevation (i.e. admiration for another’s morally-praiseworthy 
characteristics) when witnessing victimized coworkers stand up to their 
perpetrators, demonstrating virtues like integrity, courage and resilience in 
the process. Moral elevation is associated with the desire “to help others 
and to become a better person” (Haidt, 2000, p. 2) and, thus, will motivate 
observers to engage in prosocial (i.e. helping) behavior towards both the 
victimized coworker and abusive supervisor. We hypothesize that 
victimized coworkers’ resistance to the abusive supervisor predicts 
observers’ coworker-directed and supervisor-directed helping behavior via 
feelings of elevation. We test our theoretical model in a field study and an 
experiment. 
In Chapter 5, the final chapter of this dissertation, I summarize 
Chapters 2 - 4 while integrating their independent scientific contributions. 
With the goal of offering a broader perspective on the overarching topic of 
leadership, as well as potentially fruitful avenues for future research, I 
discuss the theoretical and practical applications of our work and the doors 
it opens for future studies.  
Contributions 
 This dissertation aims to make several contributions to the fields of 
social comparison, abusive supervision and moral elevation. First, we 
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incorporate shame into the emotional process theory of abusive supervision 
(Oh & Farh, 2017), a theory on discrete, negative emotions arising from 
supervisor abuse and their unique behavioral consequences. Furthermore, 
we build on Matta and Van Dyne’s (2018) proposition that upward social 
comparisons regarding differential leader treatment can cause shame in 
employees by extending this theorizing to include downward social 
comparisons regarding differential leader treatment. In doing so, we expose 
the potential negative consequences of downward social comparisons in the 
workplace and heed calls for increased investigations on shame in 
organizations (Daniels & Robinson, 2019). 
Second, this dissertation unveils the negative consequences that can 
result from LMXSC (e.g. hubristic pride and social undermining). It 
thereby advances theory on LMX (Graen & Uhl-Bien, 1995) by 
demonstrating that negative consequences arising from variability in LMX 
among coworkers are not solely due to low LMX employees’ undesirable 
upward social comparisons. These findings, furthermore, contribute to the 
scientific discussion on LMX differentiation (Anand et al., 2016; 
Henderson et al., 2009; Matta & Van Dyne, 2018) by offering insight into 
why previous research findings regarding LMX variation in teams have 
provided mixed, and sometimes contradictory, results. 
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Finally, this dissertation highlights the positive and prosocial effects 
that victimized coworkers’ resistance to abusive supervision can have on 
employees observing the abusive incident. We show that victims’ 
resistance to an abusive supervisor elicits elevation in observers which, in 
turn, inspires observers to help both the victimized coworker and abusive 
supervisor. This work builds on prior studies into the potential benefits of 
trickle-down abusive supervision (see Taylor and colleagues, 2019) by 
extending the source of positive outcomes from victims of abusive 
supervision to include observers of abusive supervision. Until now, the 
nascent work on observers’ reactions to abusive supervision has painted 
victimized coworkers as individuals to be helped (Priesemuth, 2013; 
Priesemuth & Schminke, 2019) or avoided (Mitchell et al., 2015). We 
instead offer the favorable view that victims can be moral exemplars and, 
thus, sources of elevation for those observing the abuse.  
Declaration of Contributors 
 Multiple authors contributed to the chapters of this doctoral 
dissertation. These include Benjamin A. Korman (BAK), Christian Tröster 
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In this dissertation, I highlighted the complex ways in which leader-
subordinate relations can affect the social nature of a team’s work 
environment. This work extends current psychological theory, clarifies 
previously reported, yet, unanticipated scientific findings and emphasizes 
the simultaneously positive and negative outcomes that social comparisons, 
and even abusive supervision, can trigger in organizations. In the previous 
chapters, it was discussed why incongruent abusive supervision can cause 
concerns of social exclusion, shame and turnover intentions, why 
employees can be motivated to simultaneously help and undermine their 
coworkers, and why witnesses to abusive supervision can be inspired by 
victimized coworkers to act prosocially towards an abusive supervisor. On 
the following pages, the key takeaways from this research into leader-
subordinate relations will be presented, as will avenues for future research 
and the practical implications of this work.  
Overview of Main Findings and Contributions 
In Chapter 2, we explored the cognitive appraisals, emotional 
reactions and behavioral intentions of employees who perceive themselves 
as being treated with more or less abusive supervision than their coworkers. 
A two-wave field study and two experimental vignettes support our theory 
that employees associate incongruent abusive supervision with concerns of 
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social exclusion from their coworkers which, in turn, is positively 
correlated with employees’ feelings of shame and turnover intentions. Our 
findings reveal the curvilinear effect that incongruent abusive supervision 
has on employees’ reactions to abusive supervision and introduce shame as 
an emotional mechanism capable of accounting for employee responses to 
supervisor abuse.  
Chapter 2 contributes to the abusive supervision literature by 
demonstrating that social concerns and social emotions ensue from, and are 
consequential for predicting employees’ behavioral intentions following 
abusive supervision. Specifically, we empirically show that employees’ 
cognitive appraisals of potential exclusion from their coworkers - arising 
from incongruent leader treatment - are related to their feelings of shame. 
This work proposes a theoretical extension to Oh and Fahr’s (2017) 
emotional process theory and introduces downward social comparisons 
regarding differential leader treatment as a source of employees’ feelings of 
shame. Our findings show that perceiving oneself as receiving less abusive 
supervision than one’s coworkers can have the same shame-inducing effect 
as when one perceives themselves as receiving more abusive supervision 
than one’s coworkers. Our theoretical framework also offers a contribution 
to the scientific literature by accounting for previously reported, yet, 
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unanticipated results. Unanticipated findings by Fahr and Chen (Study 2; 
2014) suggested that employees abused less than their coworkers have 
lower self-esteem than employees whose coworkers are treated with 
comparably low abuse. Backed by experimental support, we help shed light 
on their finding by showing that such negative psychological effects can 
stem from employees’ cognitive appraisals of social threat and subsequent 
feelings of shame elicited from perceptions of incongruence in abusive 
treatment. Lastly, Chapter 2 builds on previous studies featuring the 
relationship between upward social comparisons regarding differential 
leader treatment and employees’ turnover intentions (Graen et al., 1982). 
We do this by showing that even comparatively favorable supervisory 
treatment can impel employees to leave their organization. Instead of 
welcoming comparably favorable treatment, employees appear to prefer 
equal treatment in workplaces lead by an abusive supervisor (even when 
this treatment involves abuse to oneself).  
In Chapter 3, we tested whether employees who perceive 
themselves as having a better relationship with their leader compared to 
their coworkers engage in more social undermining. An experimental 
vignette and two field studies support our theory that high LMXSC (i.e. the 
perception of having a better relationship with one’s leader relative to the 
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relationships fellow coworkers have with the leader) triggers both 
coworker-directed OCB and social undermining. We propose that these 
paradoxical behaviors arise from the dual-facets of pride; authentic and 
hubristic pride.  
 Chapter 3 contributes to the LMX literature by extending the 
predictive power of the LMXSC construct as it relates to positive 
interpersonal behavioral outcomes to include negative interpersonal 
behavioral outcomes as well. We demonstrate that favorable downward 
social comparisons regarding LMX can result in similarly destructive 
coworker-directed behavior that has previously only been associated with 
upward social comparisons of LMX. To account for this, we draw on recent 
theory on pride to explain why having a better relationship with one’s 
leader can result in both prosocial and dominance-oriented behavior. In 
doing so, we introduce hubristic and authentic pride as valid emotional 
mechanisms capable of accounting for diverse and, at times, paradoxical 
employee behavior. Finally, by focusing on the individual-level experience 
of leader-subordinate relations, we contribute to the current discussion on 
LMX differentiation and its associated team-level outcomes. Reliable 
findings regarding how team-level variance in LMX affects team-level 
outcomes have been hard to come by (Bauer & Erdogan, 2015). This is due 
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to mixed findings associating team-level variance in LMX with positive, 
negative or a lack of effects on team-level outcomes. We suggest that a 
potential explanation for these mixed findings may lay in the fact that 
employees with a comparatively better relationship with the leader may 
simultaneously both help and undermine their coworkers. 
 In Chapter 4, we tested whether victims’ reactions to abusive 
supervision affect the extent to which observers are willing to help both the 
victim and the abusive supervisor. Findings from a field study utilizing 
critical incident techniques and an experimental vignette support our theory 
that victims who stand up for themselves in the face of an abusive 
supervisor elicit feelings of elevation (i.e. admiration for virtue) in third 
parties. Feelings of elevation then motivate third-parties’ to engage in 
helping behavior towards the victimized-coworker and the abusive 
supervisor.  
Chapter 4 reveals the positive, downstream outcomes that can 
emerge when employees observe an incident of abusive supervision. By 
building on prior work introducing abusive supervision as a potential 
source of prosocial behavior , we extend acts of prosocial behavior arising 
from victims of abuse to include prosocial behavior demonstrated by 
observers of abuse. Our work is the first to show that victimized 
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coworkers’ resistance to an abusive supervisor can motivate observers of 
the abuse to act prosocially towards both the victim and the abusive 
supervisor. This is because victims’ resistance to abuse can elicit feelings 
of elevation in observers which, in turn, motivates prosocial behavior. Our 
work, therefore, integrates the positive and moral emotion of elevation into 
deontic justice theory (Cropanzano et al., 2003; Folger, 2001), a theory 
which has primarily focused on perpetrator-directed anger and perpetrator-
directed punishment. Furthermore, this research offers a novel perspective 
on victims of abusive supervision. Whereas prior work has primarily 
associated victimization with either weakness and submissiveness or 
aggression and vengeance, we emphasize that abusive work conditions can 
provide an opportunity for individuals to demonstrate their virtue and inner 
strength. We contribute to theory on abusive supervision by highlighting 
that victims of abuse can also inspire their coworkers and become sources 
of elevation for them. 
Directions for Future Research 
 As demonstrated in the previous chapters, leader-subordinate 
relations can result in a wide array of emotional and behavioral outcomes 
for subordinates, some of which are positive, others of which are negative. 
Future studies into the moderating effects on, or limiting conditions of, 
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these leader-subordinate relations are of high importance. Variables of 
interest that beg future investigation include psychological characteristics 
of the employees interacting with (or observing a coworker’s interactions 
with) the leader, as well as the characteristics of the work environment in 
which these relationships exist.  
 In Chapter 2, we introduced the theory that more, or less, abusive 
supervision relative to that which one’s coworkers receives leads 
employees to experience concerns of social exclusion, feelings of shame 
and intentions to leave their organization. Future studies can build on this 
theory by exploring which employees are more, or less, susceptible to 
shame in organizations home to incongruent abusive supervision. 
Psychological traits such as proneness to shame (Tangney, 1990) and need 
to belong (Baumeister & Leary, 1995) could be fruitful moderators worthy 
of future investigation. Employees with a high proneness to shame would 
be expected to have more extreme shame reactions as a result of 
discomforting social comparisons than employees with a low proneness to 
shame. Similarly, employees with a high need to belong would be expected 
to be more sensitive to leader-subordinate relations (e.g. incongruent 
abusive supervision) and, thus, more likely to experience the social emotion 
of shame. On the other hand, employees demonstrating sociopathic 
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tendencies may be less affected by social information arising from social 
comparisons (Damasio, 1990) and, as a result, less sensitive to shame-
inducing social comparisons with coworkers. Future studies could, 
moreover, build on the relationship between shame and turnover intentions 
tested in Chapter 2. Probing other manifestations of employees’ shame-
induced withdrawal would be one place to begin. Research into more subtle 
employee withdrawal behaviors could highlight the developmental stages 
of employees’ behavioral responses to incongruent abusive supervision 
over time. For example, employees perceiving themselves as receiving 
abusive supervision incongruent to that received by their coworkers may 
initially exhibit withdrawal behavioral by arriving late to work or working 
more from home. Longitudinal investigations could, therefore, be effective 
at unveiling a progression of responses to incongruent abusive supervision 
beginning first with employee lateness and later ending with employee 
turnover. 
In Chapter 3, we presented the theory that upward social 
comparisons relating to leader treatment can simultaneously elicit hubristic 
and authentic pride, in turn motivating social undermining and coworker-
directed OCB. Future studies can expand on this theory by studying which 
employees are more likely to respond with hubristic pride versus authentic 
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pride, and vice versa. Hubristic pride is a dominance-related emotion 
(Tracy, Weidman, & Martens, 2014) and future investigations could 
explore personality traits potentially moderating employees’ experiences of 
pride following upward social comparisons relating to leader treatment. 
Trait narcissism, aggressiveness and Machiavellianism make for potential 
moderators of interest  as these personality characteristics have been 
thought to predispose individuals to greater feelings of hubristic pride 
relative to authentic pride (Cheng et al., 2010; Tracy et al., 2009; Tracy & 
Robins, 2007b). Similarly, a work environment home to within-group 
competition might skew employees’ emotional reactions towards hubristic 
pride. In a competitive work environment, individuals may be more likely 
to respond with feelings of superiority over their coworkers (i.e. hubristic 
pride). Future research is needed to determine which psychological or 
environmental conditions skew individuals’ pride reactions towards being 
predominately hubristic or authentic.  
In Chapter 4, we propose and test the theory that employees who 
witness victimized coworkers standing up to an abusive supervisor 
experience elevation and a motivation to help both their abused coworker 
and abusive supervisor. This research opens the door for future studies 
looking into how third-party observers’ emotional and behavioral reactions 
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depend on victimized coworkers’ assertive reactions to abusive supervision. 
Organizational scholars can build on our findings by testing how 
supervisors’ characteristics influence third-parties’ perceptions of assertive 
victims and, in turn, third-parties’ emotional and behavioral reactions to 
abusive incidents. Previous work has demonstrated that the formidability of 
immoral actors determines the intensity of third-parties’ emotional 
reactions to victims’ treatment (Jensen & Petersen, 2011). Future studies 
could, therefore, explore whether victimized coworkers who stand up to an 
especially formidable abusive supervisor are considered particularly 
inspiring by others. Similarly, it could be hypothesized that victimized 
coworkers perceived as quiet or introverted may be especially inspiring to 
third parties while standing up to perpetrators. This is because the 
unexpectedness of a behavior moderates the extent to which it can elevate 
observers (van de Ven et al., 2019). Studies such as these would help 
delineate moderators of elevation in third parties observing abusive 
incidents in the workplace. 
Practical Implications 
 Leader-subordinate relations play a vital role in determining the 
success or failure of an organization (Henderson et al., 2009; Martin et al., 
2016). However, the interactions comprising these relations are complex 
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and, as discussed in Chapters 2 – 4, employees can experience a wide array 
of emotions as a result, each of which is associated with specific action 
tendencies (Oh & Farh, 2017; Scarantino, 2017). Due to the fact that the 
social environment of an organization is essential in determining whether 
employees will help each other, undermine each other or simply leave the 
organization, a better understanding of leader-subordinate relations within 
work teams holds high practical value for employees, managers and 
organizations as a whole. 
 The manner in which supervisors treat their subordinates does not 
occur in a social vacuum (Farh & Chen, 2014; Vidyarthi et al., 2010) and 
our research highlights subordinates’, at times paradoxical, emotional and 
behavioral responses to diverse perceptions of leader treatment. In Chapter 
2, we demonstrate that, in abusive work environments, employees prefer to 
be treated in the same manner as their coworkers. Specifically, employees 
receiving less abusive supervision relative to their coworkers are motivated 
by concerns of social exclusion and feelings of shame to leave their 
organization. These outcomes mirror those reported by employees 
receiving greater abusive supervision relative to their coworkers. Thus, 
although we vehemently oppose abusive supervision in any way, shape or 
form, we explicate one reason why employees who are spared abuse may 
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be motivated to leave an organization while those who are abused may not 
be. With this information, supervisors and organizations are better able to 
understand the negative consequences of abusive supervision and why it 
could cost them even their most cherished and well-treated employees. 
 Although employees who perceive themselves as receiving better 
treatment from their supervisor relative to their coworkers are, in certain 
contexts, impelled to withdraw from the organization’s social environment, 
they may also be motivated to socially undermine their coworkers. In 
Chapter 3, we demonstrate that hubristic pride (i.e. feelings of superiority) 
can arise from perceptions of having a better relationship with one’s 
supervisor relative to fellow coworkers’ relationships with the supervisor. 
Hubristic pride can lead to coworker-directed social undermining which, 
similar to employee turnover, can have frustrating consequences for the 
organization as a whole (Lee et al., 2016). Based on our findings reported 
in Chapters 2 and 3, we recommend that supervisors and organizations be 
wary of any differences in leader treatment that employees may perceive. 
Although perceptions of having a uniquely positive relationship with one’s 
leader can have localized positive effects (e.g. authentic pride and OCB) for 
the focal employee, such thoughts can go to the head of the focal employee 
and drive them to engage in behavior that cripples their work group’s 
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performance. Therefore, we recommend that supervisors be attuned to the 
risks associated with subordinates’ perceptions of differences in leader 
treatment. Supervisors should first weigh the pros and cons before acting in 
a way that might confirm such perceptions from their subordinates. 
 Finally, social interactions in the workplace inevitably involve 
conflict within teams. However, although conflicts between team members 
can stymie individual and group performance (Chiaburu & Harrison, 2008; 
Greer et al., 2011), conflicts, such as those involving abusive supervision, 
also provide an opportunity for moral exemplars to emerge. In Chapter 4, 
we show that incidents of abusive supervision can give rise to victimized 
coworkers who, by standing up to an abusive supervisor, elicit elevation in 
third parties observing the conflict. These third parties are driven by 
feelings of elevation to engage in prosocial helping behavior towards both 
the victimized coworker and abusive supervisor. One practical implication 
of this research is that victimized coworkers should be considered 
important in determining how fellow subordinates react to overt incidents 
of abusive supervision. We recommend that organizations support 
victimized coworkers and encourage them to assert themselves when faced 
with an abusive supervisor. The positive effects of doing so (e.g. prosocial 




 My motivation for becoming a social scientist derives from the 
complex and, at times, perplexing social relations that I have experienced, 
observed or been a part of. Social relations are multifaceted, due, in part, to 
the fact that the same event can be interpreted or experienced several 
different ways. For example, the perception of being better off than others 
can, as has been discussed in this dissertation, elicit an array of emotions as 
diverse as shame, hubristic pride or authentic pride. The field of social 
comparison and research into the evolutionary bases of emotions offer 
insight into this complexity. Social comparison theory provides a 
framework for which to better comprehend how people (e.g. employees) 
interpret perceived differences between themselves and others (e.g. their 
supervisors or coworkers). By understanding how we engage in and 
interpret social comparisons, we can better understand why we in turn, feel 
what we feel and do what we do. Similarly, the evolutionary bases of 
emotions help to explain why and how social interactions between 
individuals unfold. This dissertation highlights some of the good, the bad 
and the paradoxical emotional and behavioral outcomes arising from 
perceived differences in leader-subordinate relations among coworkers. I 
hope it inspires future researchers to take a more detailed look at how 
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leader-subordinate relations in the workplace affect employees, managers 
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This dissertation advances our understanding of leader-subordinate 
relations and the diverse emotional and behavioral outcomes they can 
engender. In Chapter 2, we test whether both favorable upward social 
comparisons and unfavorable downward social comparisons relating to 
leader treatment (abusive supervision, specifically) can instill in 
subordinates a desire to withdraw from their organization. Our findings 
show that employees who perceive themselves as receiving more, or less, 
abusive supervision relative to their coworkers experience concerns that 
they will be socially excluded by their coworkers. These social exclusion 
concerns elicit feelings of shame which, in turn, increase employees’ 
intentions to find work elsewhere. In Chapter 3, we test whether downward 
social comparisons relating to leader treatment can drive employees to 
simultaneously help and hinder their coworkers. Our results demonstrate 
that employees who perceive themselves as having a better relationship 
with their leader relative to their coworkers’ relationships with the leader 
experience authentic and hubristic pride. Whereas authentic pride was 
found to motivate prosocial behavior towards coworkers, hubristic pride 
was found to motivate the social undermining of coworkers. Paradoxically, 
these motivations were found to occur in tandem. In Chapter 4, we explore 
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how the reaction of coworker victimized by an abusive supervisor’s 
negative treatment can affect observers’ emotional and behavioral reactions 
to the abusive incident. Our results indicate that victimized coworkers who 
stand up for themselves in the face of an abusive supervisor elevate 
employees observing the conflict; that is, these victimized coworkers 
inspire observers to become more virtuous people. On account of their 
feelings of elevation, observers are then motivated to act prosocially, 







Dit proefschrift vergroot ons inzicht in de relaties tussen 
leidinggevenden en ondergeschikten en de diverse emotionele en 
gedragsmatige resultaten die ze kunnen voortbrengen. In hoofdstuk 2 
onderzoeken we of gunstige opwaartse sociale vergelijkingen en 
ongunstige neerwaartse sociale vergelijkingen met betrekking tot de 
behandeling door leidinggevenden (met name destructief leiderschap) bij 
ondergeschikten het verlangen kunnen wekken om zich terug te trekken uit 
hun organisatie. Onze bevindingen laten zien dat medewerkers die vinden 
dat zijzelf meer, of minder, aan destructief leiderschap worden blootgesteld 
ten opzichte van hun collega’s, zich soms zorgen maken dat ze door hun 
collega’s sociaal worden buitengesloten. Deze zorgen over sociale 
uitsluiting leiden tot gevoelens van schaamte, die op hun beurt de intenties 
van de medewerkers om elders werk te zoeken, doen toenemen. In 
hoofdstuk 3 onderzoeken we of neerwaartse sociale vergelijkingen met 
betrekking tot de behandeling door leidinggevenden ertoe kunnen leiden 
dat medewerkers hun collega’s tegelijkertijd helpen en hinderen. Onze 
resultaten tonen aan dat medewerkers die vinden dat zijzelf een betere 
relatie met hun leidinggevende hebben dan hun collega’s, authentieke en 
arrogante trots ervaren. Terwijl authentieke trots naar voren komt als 
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motivatie voor prosociaal gedrag tegenover collega’s, blijkt arrogante trots 
een motivatie te zijn voor de sociale ondermijning van collega’s. 
Paradoxaal genoeg blijken deze motivaties in combinatie met elkaar voor te 
komen. In hoofdstuk 4 onderzoeken we op welke manier de reactie van 
collega’s die het slachtoffer zijn van een negatieve behandeling door een 
destructieve leidinggevende, de emotionele en gedragsmatige reacties van 
toeschouwers van het destructieve incident kunnen beïnvloeden. Onze 
resultaten laten zien dat medewerkers die slachtoffer zijn en voor zichzelf 
opkomen tegenover een destructieve leidinggevende, medewerkers 
verheffen die toeschouwer zijn van het conflict; dat wil zeggen dat de 
medewerkers die slachtoffer zijn de toeschouwers inspireren om 
deugdzamer te zijn. Door hun gevoel van verheffing worden toeschouwers 
vervolgens gemotiveerd om prosociaal te handelen, waarbij ze zowel de 
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